Office of Federal Contract Compliance Programs

(i) An itemization of the sections of
the Executive order and of the regula-
tions with which the contractor has
been found in apparent violation, and a
summary of the conditions, practices,
facts, or circumstances which give rise
to each apparent violation;

(ii) The corrective actions necessary
to achieve compliance or, as may be
appropriate, the concepts and prin-
ciples of an acceptable remedy and/or
the corrective action results antici-
pated;

(iii) A request for a written response
to the findings, including commit-
ments to corrective action or the pres-
entation of opposing facts and evi-
dence; and

(iv) A suggested date for the concilia-
tion conference.

(2) If the contractor fails to show
good cause for his failure or fails to
remedy that failure by developing and
implementing an acceptable affirma-
tive action program within 30 days, the
case file shall be processed for enforce-
ment proceedings pursuant to §60-1.26
of this chapter. If an administrative
complaint is filed, the contractor shall
have 20 days to request a hearing. If a
request for hearing has not been re-
ceived within 20 days from the filing of
the administrative complaint, the mat-
ter shall proceed in accordance with
Part 60-30 of this chapter.

(3) During the ‘‘show cause’’ period of
30 days, every effort will be made
through conciliation, mediation, and
persuasion to resolve the deficiencies
which led to the determination of non-
responsibility. If satisfactory adjust-
ments designed to bring the contractor
into compliance are not concluded, the
case shall be processed for enforcement
proceedings pursuant to §60-1.26 of this
chapter.

(d) During the ‘‘show cause’ period
and formal proceedings, each contract-
ing agency must continue to determine
the contractor’s responsibility in con-
sidering whether or not to award a new
or additional contract.

[43 FR 49249, Oct. 20, 1978; 43 FR 51400, Nov. 3,
1978]

§60-2.11

Subpart B—Required Contents of
Affirmative Action Programs

§60-2.10 Purpose of affirmative action
program.

An affirmative action program is a
set of specific and result-oriented pro-
cedures to which a contractor commits
itself to apply every good faith effort.
The objective of those procedures plus
such efforts is equal employment op-
portunity. Procedures without effort to
make them work are meaningless; and
effort, undirected by specific and
meaningful procedures, is inadequate.
An acceptable affirmative action pro-
gram must include an analysis of areas
within which the contractor is defi-
cient in the utilization of minority
groups and women, and further, goals
and timetables to which the contrac-
tor’s good faith efforts must be di-
rected to correct the deficiencies and,
thus to achieve prompt and full utiliza-
tion of minorities and women, at all
levels and in all segments of its work
force where deficiencies exist.

[43 FR 49249, Oct. 20, 1978; 43 FR 51400, Nov. 3,
1978]

§60-2.11 Required utilization analysis.

Based upon the Government’s experi-
ence with compliance reviews under
the Executive order program and the
contractor reporting system, minority
groups are most likely to be underuti-
lized in departments and jobs within
departments that fall within the fol-
lowing Employer’s Information Report
(EEO-1) designations: Officials and
managers, professionals, technicians,
sales workers, office and clerical and
craftsmen (skilled). As categorized by
the EEO-1 designations, women are
likely to be underutilized in depart-
ments and jobs within departments as
follows: Officials and managers, profes-
sionals, technicians, sales workers (ex-
cept over-the-counter sales in certain
retail establishments), craftsmen
(skilled and semi-skilled). Therefore,
the contractor shall direct special at-
tention to such jobs in its analysis and
goal setting for minorities and women.
Affirmative action programs must con-
tain the following information:
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(a) Workforce analysis which is de-
fined as a listing of each job title as ap-
pears in applicable collective bargain-
ing agreements or payroll records (not
job group) ranked from the lowest paid
to the highest paid within each depart-
ment or other similar organizational
unit including departmental or unit su-
pervision. If there are separate work
units or lines of progression within a
department a separate list must be pro-
vided for each such work unit, or line,
including unit supervisors. For lines of
progression there must be indicated
the order of jobs in the line through
which an employee could move to the
top of the line. Where there are no for-
mal progression lines or usual pro-
motional sequences, job titles should
be listed by department, job families,
or disciplines, in order of wage rates or
salary ranges. For each job title, the
total number of incumbents, the total
number of male and female incum-
bents, and the total number of male
and female incumbents in each of the
following groups must be given:
Blacks, Spanish-surnamed Americans,
American Indians, and Orientals. The
wage rate or salary range for each job
title must be given. All job titles, in-
cluding all managerial job titles, must
be listed.

(b) An analysis of all major job
groups at the facility, with explanation
if minorities or women are currently
being underutilized in any one or more
job groups (‘“‘job groups’ herein mean-
ing one or a group of jobs having simi-
lar content, wage rates and opportuni-
ties). ““Underutilization” is defined as
having fewer minorities or women in a
particular job group than would rea-
sonably be expected by their availabil-
ity. In making the utilization analysis,
the contractor shall conduct such anal-
ysis separately for minorities and
women.

(1) In determining whether minori-
ties are being underutilized in any job
group, the contractor will consider at
least all of the following factors:

(i) The minority population of the
labor area surrounding the facility;

(ii) The size of the minority unem-
ployment force in the labor area sur-
rounding the facility;

(iii) The percentage of the minority
work force as compared with the total
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work force in the immediate labor
area,;

(iv) The general availability of mi-
norities having requisite skills in the
immediate labor area;

(v) The availability of minorities
having requisite skills in an area in
which the contractor can reasonably
recruit;

(vi) The availability of promotable
and transferable minorities within the
contractor’s organization;

(vii) The existence of training insti-
tutions capable of training persons in
the requisite skills; and

(viii) The degree of training which
the contractor is reasonably able to
undertake as a means of making all job
classes available to minorities.

(2) In determining whether women
are being underutilized in any job
group, the contractor will consider at
least all of the following factors:

(i) The size of the female unemploy-
ment force in the labor area surround-
ing the facility;

(if) The percentage of the female
workforce as compared with the total
workforce in the immediate labor area;

(iii) The general availability of
women having requisite skills in the
immediate labor area;

(iv) The availability of women having
requisite skills in an area in which the
contractor can reasonably recruit;

(v) The availability of women seek-
ing employment in the labor or recruit-
ment area of the contractor;

(vi) The availability of promotable
and transferable female employees
within the contractor’s organization;

(vii) The existence of training insti-
tutions capable of training persons in
the requisite skills; and

(viii) The degree of training which
the contractor is reasonably able to
undertake as a means of making all job
classes available to women.

[43 FR 49249, Oct. 20, 1978; 43 FR 51400, Nov. 3,
1978]

§60-2.12 Establishment of goals and
timetables.

(a) The goals and timetables devel-
oped by the contractor should be at-
tainable in terms of the contractor’s
analysis of its deficiencies and its en-
tire affirmative action program. Thus,
in establishing the size of its goals and
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